H oW are businesses meeting the needs of persons with AIDS? Many businesses are not aware of their obligations to employees with AIDS about the right to continue working, unbiased consideration and treatment, and confidentiality. To deny these obligations is to discriminate against the employee, exposing the employer to a wide range of liability.
Many potential issues may be addressed in relation to AIDS and the workplace. This article addresses how businesses are attempting to meet the needs of AIDSjHIV positive employees, and discusses some positive measures being implemented by employers. Companies that do have an AIDS policy know how to effectively treat issues such as insurance coverage, job performance, support and counseling, and discrimination. Businesses that are facing the challenge of implementing policies are venturing into new territory of employee rights and social consciousness.
Progressive companies with policies and committed resources to address the needs of HIV employees are providing a great level of support to these individuals. "For persons with AIDS, a job provides the psychological benefits of success and Businesses that are facing the challenge of implementing AIDS policies are venturing into new territory of employee rights and social consciousness.
self worth as well as the salary and benefits needed for personal and family livelihood" (Rogers, 1989) . People look to their jobs for these and other positive benefits. To deprive persons with AIDS of the right to work and provide for their own welfare is to deprive them of very basic needs during a critical and life threatening period. "If crises are managed by effective coping, uncomfortable feelings associated with threat are alleviated and individuals' ability to maintain (their) highest level of functioning is preserved" (van Servellen, 1989) .
INSURANCE
Insurance is needed by most every individual to meet the high and esca-lating costs of health care. If a person is diagnosed with an AIDS related condition or falls into a high risk group, Insurance companies may deny coverage or raise rates in an attempt to prevent losses by their company. When this occurs, individuals who cannot afford the necessary health care must seek out the public health care agencies. In this way insurance companies are placing the burden of paying for the care of these individuals on already overloaded local and national agencies.
As life expectancies increase, life and health insurance costs are increasing for everyone. AIDS is upsetting the industry's statistical projections because of premature illnesses and deaths. Some insurance companies deny coverage based on the area of a person's residence or the person's occupational classification. In a recent New }Ork Times, article, "hazardous working conditions and professions" were said to include hairdressers, health care providers, dentists, municipal employees, artists, dancers, florists, and fashion designers (Freudenheim, M., February 5, 1990, p.5 ). These exclusions have serious effects on individuals who are denied coverage or who have to insure themselves at a very high cost.
Many small businesses are seeing the premiums on their insurance policies skyrocket as much as 400% (Hamilton, J" Business neek, March 28, 1988, pp.86-87) . In many instances this is enough to materially affect the finances of the company and, in some cases, threaten the company's ability to continue operations. To offset the increases, some companies increase the deductibles on their policies; others discontinue the insurance as a benefit. Just one AIDS related claim is enough to send a company's premiums out of sight. Employers are feeling defenseless and frustrated. Many are encouraged to try and rid the company of the source of the policy increase. Some businesses are switching insurance companies every 1 to 3 years to take advantage of introductory first year rates (Hamilton, J" Business neek, March 28, 1988, pp.86-87) . However, insurance companies attempt to limit high risk individuals by including clauses about preexisting conditions and AIDS (Nelson, 1988) .
In some states, insurance companies are allowed to request information about prior HIV testing. They are permitted to require an HIV test and to ask applicants to reveal their sexual orientation (Ohsfeldt, 1989) . States that allow insurance companies to probe this far into a human life are the ones with fewer AIDS cases. The predominant belief in these states tends to be that persons with AIDS are victims of their own excesses, and are thus less likely to support insurance regulations favorable to persons at risk for the disease (Ohsfeldt, 1989) .
Insurance companies estimate that treating a person with AIDS can cost well over $100,000, even though many cases have been managed for $40,000 (Hamilton, J. Business neek, 1988, pp.86-87) . A person with cancer or heart disease may have medical bills exceeding these amounts, but few stigmas or irrational beliefs are attached to these diseases. The behavior of insurance companies has made it difficult for employers to hire and retain a person in a risk category or a person who has AIDS or AIDS has been labeled an "epldernlc of fear," even though the risk of getting AIDS from the workplace is extremely small.
is HIV positive. In a capitalistic society, profit is the first priority. The insurance industry may have added fuel to the fire of intolerance and discrimination toward persons with AIDS in the workplace. Businesses have been offered few solutions, even though employers must continue to provide work and medical coverage to avoid charges of discrimination due to a physical handicap (Fried, 1990) .
RETAINING PRODUCTIVITY
AIDS may cause a decrease in productivity and an increase in discrimination in the workplace. These negative effects result from irrational fears and a lack of knowledge about the disease. Knowledge must be available at the top of the corporate ladder.
Managers must be knowledgeable about AIDS and able to act on issues that surface in the workplace. The manager needs to help concerned workers understand that the disease is not communicable through casual contact. The manager must understand that many states laws do not allow terminating employees because they have AIDS. Persons with AIDS have the right to continue working as long as they are able to perform their duties. The manager also should arrange to have information available and provide an educational question and answer session on company time (Fried, 1990) .
AT&T has a policy that employees who refuse to work with persons with AIDS will be treated as an employee who refuses to work with anyone who has any other serious condition or handicap (Fried, 1990) .
To increase productivity, some companies offer transfers to other areas, but these requests are rare due to the educational programs offered in their work settings (Fried, 1990) . Some companies also are allowing persons with AIDS to have part time hours or change to less physically demanding jobs.
Confidentiality and sensitivity are extremely important. Rumors should be halted by the manager immediately. Those who are spreading rumors or are practicing discrimination should be subject to disciplinary action. Any employee's records should be sought on a "need to know" basis only. This information should not be left out for any other person to discover. Nearly half the states in the U.S. have laws protecting individuals against any unnecessary disclosure of AIDS information (Stiles, 1989) .
AIDS has been labeled an "epidemic of fear," even though the risk of getting AIDS from the workplace is extremely small (Nyamathi, 1989) . The fear has been managed better in places of business where education has been provided to its employees. Workers' fears stem from the stigmas attached to alternative lifestyles, and the pain and suffering resulting from AIDS.
In a random telephone sampling, over half the respondents believed in coercive measures in the treatment of persons with AIDS. The sampling found that 74% of respondents believed in mandatory testing of certain groups of people, and 44% felt that persons with AIDS should be prevented from holding certain kinds of jobs (Allard, 1989) . The public fear is real and spills over into the workplace. Workers' fears stem not only from old attitudes and prejudices, but from the inability to deal with the unfamiliar, and insensitivity to those with handicaps (Turner, 1988) .
The case of School Board ofNassau County Florida vs. Arline has set the stage for the treatment of AIDS discrimination cases. The ruling prohibited employers from justifying discrimination due to the fear of what the disease could do to others without a basis of medical reasoning. Section 504 of the Rehabilitation Act of 1973 works to dispel any reflexive attitudes, myths, or fears about any contagious disease or handicap by basing decisions and actions on sound evidence (Turner, 1988) . Discrimination or termination of an employee because of risk is not a defensible grounds for dismissal if the individual is not practicing the sharing of needles, blood transfusions, or any other risk behavior in the workplace (Turner, 1988) .
POLICY IMPLEMENTATION
Eventually most workplaces will be affected by an employee with AIDS. To deal with this dilemma effectively and in a socially responsible way, every company must have guidelines and provide a source of education. Managers must have accurate information and concrete guidelines to confront the special needs of persons with AIDS, and to deal with the concerns of other employees, legal issues, and confidentiality issues (Harris, 1990) .
These policies must be easily understood on all levels of the company because some individuals may have difficulty reading or comprehending ambiguous or complicated terminology. "Hispanics and blacks have the least knowledge about AIDS and the greatest participation in high risk sexual practices compared to other groups" (Ledbetter, 1988) . Larger corporations are less likely to hire groups with a higher rate of AIDS. Poor blacks and Hispanics are more likely to work for smaller companies that are not unionized or have no AIDS policies, increasing the likelihood of unlawful discrimination and insufficient emotional, financial, and medical support (Caplan, 1989) .
Reluctance to implement an AIDS policy and provide education in the workplace reflects personal and moral attitudes of upper management (Harris, 1990) . In fact, only 14% of surveyed CEOs were willing to implement AIDS educational programs within their companies. Of the Ultimately, policy implementation results in a more productive work environment, decreasing worries about sensitive AIDS issues.
survey group, 15% were actually opposed to a program (Harris, 1990) . According to Dr. Leon Warshaw of the New York Business Group on Health, Inc., only 10% of American corporations have policies that specifically address AIDS management in the workplace. He explained instead that many companies have umbrella policies that deal with catastrophic diseases.
Corporations cite a number of reasons for not developing policies:
Many company leaders think their organization will not be affected by AIDS (Riccio, 1989) . This attitude is consistent with that of the general public. However, though they may use denial as a temporary way to hide from the AIDS crisis, many companies will be affected eventually.
An AIDS education program may reflect on their company and project a negative image (Riccio, 1989) . Management may imagine that if the public learns about their AIDS education program, then they will assume many people employed by the company have AIDS or are involved in some type of high risk behavior. They simply do not want their company associated with the disease. On the contrary; however, an AIDS education program will present the company as a socially responsible organization that cares about employees.
Company leaders do not want to implement programs that could trigger employee fears, upset the workplace, or decrease productivity (Riccio, 1989) . These companies do not want their employees to feel they may be in danger by continuing to work for the company. They fear that such pro-grams could lead to panic, severe reductions in morale, and ultimately the loss of valuable employees, with a possible decline in the quality of the product or service offered to the marketplace.
Management should realize that the educational programs are designed to alleviate such irrational fears and promote a safe and productive workplace. This is precisely why workplaces need AIDS educationto show that AIDS is a controllable disease and that one can act in a responsible way to prevent it (Bell, 1990) .
Most people are uneasy about discussing sexual and drug behavior (Riccio, 1989) . Since AIDS is associated with certain sexual behaviors, drug abuse, and ultimately with death, many fear those who practice risk behaviors. Most people have a difficult time discussing AIDS issues and are not receptive to a presentation on the topic. Values about behaviors and the consequences of engaging in or talking about certain activities are deeply ingrained. Restructuring beliefs within a company education program is difficult to achieve with some individuals.
A recent study shows that homosexual biases and homophobia affect not only attitudes and behaviors, but also how AIDS related knowledge is assimilated and retained (Henry, 1990) . However, many people can be reached through an educational program by learning the facts about AIDS and dealing with their feelings about a very serious but controllable disease.
Many assume that the media or the government will provide the public with the necessary education (Riccio, 1989) . However, these have not been good sources of information. Major television networks and a number of radio stations and magazines are not willing to provide space or time, even for exchange of revenue, to advertise the use of condoms (Clark, 1990) . Many Americans cringe when they hear frank talk about safe sex. They consider this vital information offensive. Even the federal government is • where education is provided to employees. This education results in a more productive work environment.
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spread of AIDS. This knowledge subsequently reduces hospitalizations, premature death, and irrational worries (Mielck, 1988) . Ultimately, policy implementation results in a more productive work environment, decreasing worries about sensitive AIDS issues. Employees become aware of fair treatment of persons with AIDS. This knowledge about HIV reduces the tension between healthy employees and persons with AIDS, who need and deserve the opportunity to continue working and to receive positive regard from co-workers.
CONCLUSION
Each human is unique, irreplaceable, and in need of understanding in a time of suffering. For the individual with AIDS, support and understanding are critical for the maintenance of basic feelings of worth. Companies can provide in part for these needs simply by allowing persons with AIDS to continue working by fostering a supportive environment and ensuring confidentiality.
an AIDS library so updated information is available at all times. 3. Provide lists of community hotlines, addresses, and people to contact if additional information is needed. Some employees may feel uncomfortable asking questions about AIDS, and these hotlines will provide anonymity. 4. Utilize the occupational health nurse who is knowledgeable about promoting a safe work environment and can influence knowledge, attitudes, and behaviors (Nyamathi, 1989) . The occupational health nurse possesses information about testing, counseling, and support services to help employees remain productive in their jobs. This person should be the infrastructure of the AIDS education program and serve as a vital source of support for anyone in need. The benefits of a corporate AIDS education program have been measured. Knowledge increased, attitudes were altered, and risk behaviors were reduced in one study (Nyamathi, 1989) . Businesses benefit by preventing lost time and money and decreased productivity. Employees benefit by knowing risk behaviors and actions to prevent the reluctant to provide information.
The Health Omnibus Programs Extension Act of 1988 disallows federal funds for education "designed to promote or encourage directly, homosexual or heterosexual activity or intravenous drug abuse." The government's reluctance to recognize the existence and incidence of these activities, particularly when they account for some of the high risk populations, is unfortunate.
Company leaders believe employee AIDS education will beexpensive. Many companies have occupational health nurses on staff They can provide information so that employees can consult a confidential source of information. Much information in the form of pamphlets is provided free by special agencies such as the Red Cross and U.S. Public Health Service. The benefits of potential days of life saved, avoided days of disability and pain, and retainment of a productive work environment far outweigh the small cost of the program. Society as a whole benefits from such education programs as well (Mielck, 1988) .
Information to be provided in an AIDS educational program includes the identification of available sources of health care, assistance and guidance regarding legal issues, preventive measures, and ways to be sensitive to those with AIDS. Suggestions for providing AIDS education follow. 1. Utilize guest speakers who possess an expert level of knowledge about AIDS and providing care for people with AIDS. A question and answer format is helpful (Riccio, 1989) . Consider making attendance mandatory. At the end of the session, provide an anonymous questionnaire so that unanswered questions and additional concerns may be addressed in subsequent educational sessions or publications, such as the company newsletter. 2. Distribute printed information freely and provide videotapes (Riccio, 1989) . Much of the information is free or available at a very low cost. Assign a person to create
